









Course Problem solving and decision making(BMSW 4004)
Lecturer: Besty Jose
DANIELA-DUMITRA-MOSU(2008056)
Date:08.04.2022



   
Reducing Long-Term Absenteeism
Absenteeism has traditionally been perceived as a sign of deprived individual presentation and an abuse of an implied contract between employee and employer; it was presented as a management issue and articulated in economic or quasi-economic terms. Recent research aims to decipher absence as a sign of psychological and social adjustment to work or medical. This research defines absenteeism as a temporary, protracted, or permanent inability to work due to illness or infirmity. The goal of the research was to look at the prevalence of learner absenteeism in the country, the reasons why students miss school, and the procedures in place to track and prevent learner absenteeism. To begin with, absenteeism might be caused by personal characteristics such as disease, age, gender, and learning challenges. Second, socioeconomic variables like food shortages, transportation issues, and HIV/AIDS in children and families may contribute to the absence. How to Deal with Absenteeism in the Workplace Employee absenteeism is a significant source of worry for businesses today.
Absenteeism Measuring
Measuring employee absenteeism allows a company to assess the scope and nature of the issue and take necessary remedial action. Total time lost during absence and frequency of absence is two regularly used measures for assessing absenteeism. The time loss technique expresses the proportion of contractual working time available lost because of absence (Badubi, 2017). The usual number of absence occurrences per worker is expressed as a fraction in the absence frequency technique for reporting absence data. It tracks employee absences and is a stronger predictor of temporary absences than the time lost approach.
Any period of absence, regardless of length, is referred to as an "absence episode." A greater absence incidence rate implies that absenteeism is shorter and more troublesome to the organization since it is simpler and less expensive to prepare for the possibility of an employee being out longer than it is to cope with brief unanticipated absences.
Absenteeism's Impact
The CBI claims that absenteeism among manual workers slows production, lowers quality, interrupts workflow, and harms morale and productivity, all of which contribute to lower output. It has been shown that replacing an absent worker with an incompetent employee, whether from inside or outside the business, leads to lower production, disciplinary action, and more workplace accidents (Martin, 1999). According to Robbins and Judge (2014), absenteeism may positively and negatively affect a company. Missed productivity and a decline in job quality are highlighted, along with the potential benefit that might be gained from a sleepy employee's absence when their task necessitates mental attentiveness. Grobler (2006) agrees with this stance, stating that the level of influence varies depending on who the constituency is. It is worth noting that Senel and Senel (2012) do not cite any good outcomes linked with absenteeism. Still, she acknowledges that the consequences of this behavior are far-reaching, affecting not just the company's bottom line but also the colleagues and supervisors of the absentee. A study indicated that everyone who works with an absent employee, from colleagues to supervisors to department managers, is affected by every absence.
Coworkers who had to come in for absent colleagues often reported feeling increased stress and pressure. In addition, absent individuals will return to an immense workload, which will place them under more stress at work, increasing the likelihood that they may leave work again in the future (Rosse & Miller, 1984). Similar results have been found in research on the impact of absence in hospitals. Because they must prepare for the missing doctor’s absence, the colleagues of an absent doctor "tend to feel more loaded," said Arnell and Brown (2012). Patients' enthusiasm and morale are negatively affected by substitute doctors' lack of familiarity with the routine and strategies used by a regular doctor. A person's colleagues, management, the organization, and even society are all negatively affected by absenteeism.
Absenteeism-Related Risk Assessment
Absenteeism is a problem that management must handle and control because, if not, it would result in unprecedented occurrences such as dangers in the organization. A thorough examination of the variables that cause workers to abandon their jobs should be conducted. According to Clark and Oswald (1996), risk breakdown is a technique that may be used to represent a risk and offer the required information to the management about that risk. After gathering sufficient data about the risk, the manager may choose what course of action to follow to reduce the risks. Risk analysis might depend on quantitative calculations such as statistics to provide an evident appreciation. It can simply be a qualitative study based on the careful accumulation of existing literature on a specific risk. Decision-making studies, for example, may provide managers with estimations and predictions, allowing them to take measured risks (Brown, & Arnell, 2012). Repeated occurrences and patterns, such as absenteeism, may help identify hazards that can be mitigated. Absenteeism is an example of a risk analysis that operates on the notion of cause analysis. The source of a response to a given situation is researched and restrained.
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Proposed Solution 
Absenteeism has a compelling business justification for a company's bottom line. First, absence may cost a lot of money, particularly in nations with substantial employee rights and social security. Employees with long-term physical or psychological disabilities in the Netherlands are eligible for a 12-month wage extension.
Even with short-term absences, the effects are felt. Your employees' morale and productivity may suffer due to having to shoulder the burden of their absent coworkers' absences on the first day of the week. Absenteeism may negatively impact the capacity of specific organizations to service their clients or conduct activities safely. The absence of crucial employees in a hospital or medical practice, for example, is a common problem.
Additionally, there may be more subtle consequences, such as a lack of cohesion in the workplace. Often, companies discover that staff knowledge is not exceptionally high or that vital information is being ignored entirely.
It is common for employment contracts to include provisions to cover intentional or frequent absences, but the employer is responsible for the causes of such absences. In most circumstances, if there is a problem at work, the absences may be avoided if the proper steps are taken. As an example, what would happen if any following caused an absence?
· Workplace harassment or bullying
· Burnout or a lack of enthusiasm
· In search of a new job
· Disengagement
· Injuries sustained at work

It is also possible that there are factors that are not directly tied to the job, such as:
· anxiety and depression, 
· Illness
· Elderly or child care concerns outside of the workplace.
· Accidents There are also difficulties with the house itself (for example, an ill spouse).
Analysis of absenteeism data
Companies should begin collecting data on employee absences as soon as possible. Absenteeism has a significant financial impact on many companies, but the data is not being collected, so they have no idea. Absenteeism rates, reasons for absence, and costs are all things you will want to know.
Of course, this is not a simple request. Start by keeping track of occurrences, ideally in a single database to access all relevant information. Work history, productivity, and the outcomes of performance evaluations may all be used to make sense of this data.
Unless individuals are prepared to open up, it may be challenging to handle the root cause of a problem. Things that may be avoided in the workplace might cause a pattern of absences. It may imply, for example, a lack of trust between employees and their supervisors and subpar working circumstances. When a worker is repeatedly chastised by their boss for making a mistake on a job they were not adequately taught, they may take unscheduled leaves of absence as a form of escape (Swarnalatha, & Sureshkrishna, 2013).
The findings of any surveys you conduct among workers regarding the workplace might be one way to keep track of absences. Patterns in the comments you get and the overall sense of morale in the workplace may be discernible to the trained eye. You may also inquire explicitly about absenteeism in anonymous surveys, for example, by asking:

How many days off did you take unexpectedly throughout the previous three months?
What was the reason for your unannounced absence? (Multiple-choice or free-form replies)
The most honest responses can only be obtained by assuring the employee that the survey is and will remain anonymous. You may begin to develop a picture of any avoidable concerns if you enable them to provide their response.
It is possible to create a picture of the overall number of days missed and correlate it with the explanations stated.
Reducing the amount of time lost due to absences
A compelling argument for reducing absenteeism may be made after the frequent absence causes are identified. You are more than likely to identify problems in your company that may be addressed in terms of absence.
HR experts have uncovered a few instances of this:
When it comes to sick days, a particular boss is very strict; thus, members of his staff often show up for work feeling under the weather. As a result, other members of the squad fall ill.
Is there a deeper reason for the manager's extreme stance on sick leave? Some of their incentive money depended on how well they handled employee leave. This idea suggests that removing the leave component from the bonus structure may be a sensible next step.
Team members who had been reduced or reformed were more likely to be absent because of the following re-shuffling of their workloads; stress, exhaustion, and exhaustion were common complaints. The organization may take concrete steps to ensure that tasks are distributed fairly, that workers are prepared to handle them, and get the breaks they need.
Depression is a leading cause of absenteeism in the workplace. When diagnosing and treating clinical depression, we may also use the seasons as a guide. A well-documented effect of the winter blues is Seasonal Effectiveness Disorder (SAD). Office employees with little exposure to natural light may also be affected. According to surveys, one-fifth of US workers call in ill because of the winter's lack of motivation. In some instances, workplaces may put resources to assist workers in coping with or seeking treatment for depression (Ahmad et al., 2012).
Absence due to illness and injury. You cannot wholly avoid sickness or injury, but there are ways to encourage health in the workplace. For example, health and safety standards must be strictly adhered to and health and wellness programs.
Disengagement. If you do not like your boss or feel undervalued, this might be the case. HR departments need to identify the reason for the absence to offer effective remedies.
Final Thoughts
Employees who are dissatisfied with their jobs are more likely to take time off than those who are satisfied. Having a good work-life balance is a significant factor in job happiness. Encouraging employees to show up for work by providing them with a variety of tasks may result in better satisfaction. Worker morale might be negatively impacted by how they are being supervised. People who are absent from work may have devastating effects on themselves, their colleagues, their employer, and their customers. While sickness is an unavoidable fact of life, companies must prepare for it by putting a doctor on call for their employees.
Many places of business suffer significantly as a result of employee absenteeism. Gathering data is often the best place to begin. Absenteeism has a significant financial effect on many companies, but they cannot track it because it lacks centralized data collection. Absenteeism, the factors that contribute to it, and the steps that can be taken to reduce it are all under the purview of HR Analytics—as with data collection involving workers, winning over their trust is an essential first step. They must feel secure knowing that they may respond honestly and without fear of retribution.
 Frequent employee absence is typically a sign of workplace frustration, and identifying the underlying reasons, patterns, and forecasts may assist design successful solutions for dealing with this problem, to sum it all up. Additional quantitative studies are required to objectively analyze the impact of absence in the workplace and the research outlined above.
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